local TV sports was losing ground, and 55% said they thought the sports segment would eventually disappear from local newscasts. The same study reported that the sports segment averaged about three minutes per newscast (Hardin, 2006) .
New competition from regional sports networks, online bloggers and team Web sites, not to mention traditional competition from newspaper and radio, is creating additional stress for sportscasters facing shrinking staffs, reduced newscast time and greater viewer demands. Mounting stress can create stressors, which can lead to job burnout. Longterm, burnout can affect job performance (Wright & Cropanzano, 1998; Cropanzano, Rupp and Byrne, 2003) , job satisfaction (Baruch-Feldman & Schwartz, 2002) and work and family relationships (Netemeyer, Boles and McMurrian, 1996) . All those issues can result in employee turnover (Netemeyer, Brashear-Alejandro and Boles, 2004; Eby, Casper, Lockwood, Bordeaux and Brinley, 2005) , which can be costly for any organization. Maslach and Jackson's (1981) Maslach Burnout Inventory is the pre-eminent instrument in measuring three-components of burnout -exhaustion, depersonalization and personal accomplishment -primarily among health care professionals. Hundreds of studies have utilized the MBI to determine burnout. In 1996, Maslach, Jackson and Leiter developed the MBI-General Survey to measure burnout in professions outside of the health care industry. They wrote: "The MBI-GS defi nes burnout as a crisis in one's relationship with work, not necessarily as a crisis in one's relationship with people at work" (p. 20). Unlike the MBI, which emphasizes worker-client relationships, the MBI-GS examines work performance in general terms with the categories of emotional exhaustion, cynicism and professional effi cacy.
In this study, the MBI-GS will assist in examining the level of burnout of sportscasters, and the life issues that affect that burnout. Life issues include overall job satisfaction, perceived organizational support, workfamily confl ict, work overload, job demands and management's commitment to local sports coverage. Conservation of Resources Theory will assist in examining these issues in relationship to burnout. Hobfoll's (1989) COR theory contends that individuals build up resources to assist in dealing with stressful situations. During diffi cult times, workers will tap into those reserves to ward off stress. If resources are depleted, negative consequences may follow, including burnout. For this study, data were collected from 272 sportscasters working in large, medium and small markets throughout the United States.
Literature Review
In 1998, Schaufeli and Enzmann reported that from 1976 to 1996, 581 of 637 (91.2%) of dissertations studies utilized the MBI to analyze burnout. Also, 498 journal articles examining burnout (93%) during that 20-year period referred to the MBI (Schaufeli & Enzmann, 1998) .
The MBI-GS parallels the MBI with slight modifi cations to the three subscales. While "exhaustion" remains relatively unchanged, "cynicism" replaces "depersonalization," and "professional effi cacy" replaces "personal accomplishment." Emotional exhaustion in the MBI-GS refers to fatigue, but unlike the MBI it does not make direct references to people as the source of those feelings. For example, instead of the MBI's "Working with people all day is really a strain for me" the MBI-GS includes "Working all day is really a strain for me." Cynicism includes items that "refl ect indifference or a distant attitude toward work." For example, "I have become less enthusiastic about my work" and "I just want to do my job and not be bothered." Professional Effi cacy is similar to Personal Accomplishment but is more focused on expectations. For example, one statement says, "At my work, I feel confi dent that I am effective at getting things done" (Maslach, Jackson and Leiter, 1996) .
For burnout to occur using the MBI-GS, respondents must demonstrate high rates of emotional exhaustion and cynicism, and low rates of professional effi cacy. Cynicism in the MBI-GS represents "dysfunctional coping," which means employees distance themselves from the job's exhausting demands by becoming cynical and indifferent. (Maslach, Jackson and Leiter, 1996) . Maslach, Jackson and Leiter (1996) According to Maslach, Schaufeli and Leiter (2001) , there are at least six work-life areas related to burnout. They include work overload, control of job resources to do the job properly, a lack of rewards for a job well done, social support of work colleagues, perceived fairness of rewards and punishments, and a confl ict of personal and job values. Maslach et al., write, "What started out as important, meaningful, and challenging work becomes unpleasant, unfulfi lling, and meaningless. Energy turns into ex-haustion, involvement turns into cynicism, and effi cacy turns into ineffectiveness" (p. 416).
However, burnout does not magically appear. It is a byproduct of stress, and stressors that generate stress. Stressors occur in varying forms, either physical (noise, temperature extremes, hazards, physical trauma, monotonous tasks, night shifts, overtime, etc.) or emotional/mental (fear, joy, anger, challenge, shock, competition, confl icts, contradictory instructions, negative thoughts, time pressure, structural changes, monotonous tasks, night shifts and overtime), which can be pleasant or unpleasant. For example, receiving a pay raise and a corner offi ce can be just as stressful as a pay cut and cubicle (von Onciul, 1996) .
Reactions to accumulating stressors depend upon individual values, experiences and ability to adapt. If the established support system fails, a singular stressor can be compounded (i.e., a person rushing to get to court for a traffi c violation receives a speeding ticket on the way) (von Onciul, 1996) . Similarly, a sports director's deadline stress is compounded when Final Cut Pro malfunctions.
Although stressors have shown to create stress, defi ning stress has been problematic, Hans Selye (1956) , considered the father of modern stress research, defi ned stress in his book The Stress of Life as: ". . . the rate of wear and tear on the body . . . The feelings of just being tired, jittery, or ill are subjective sensations of stress" (p. 3). He also said stress is a result of the normal wear on the body, and people generally cannot live without some degree of stress. And stress is not all bad. He writes: ". . . it is the spice of life, for any emotion, any activity causes stress. But, of course, your system must be prepared to take it. The same stress which makes one person sick can be an invigorating experience for another" (p. vii).
Webster and Bergman's (1999) study of stress-related illnesses determined that 3,418 sufferers of occupational stress missed on average 23 workdays a year. In 2006, the American Institute of Stress reported that stress resulting in accidents, absenteeism, employee turnover, reduced productivity, medical and insurance costs and workers' compensation costs U.S. businesses between $200 and $300 billion each year.
Although they recognized the role of stress in burnout, Maslach and Jackson (1981) spent little energy defi ning it. They simply wrote, "chronic stress can be emotionally draining and poses the risk of 'burnout'" (p. 99). In a burnout retrospective article 20 years later , Maslach, Schaufeli and Leiter (2001) granted more consideration to stress. They said burnout, as a psychological syndrome, was a response to "chronic interpersonal stressors on the job" (p. 399). They also wrote that of the three MBI subscales, emotional exhaustion represents "the basic individual stress dimension of burnout. It refers to feelings of being overextended and depleted of one's emotional and physical resources" (p. 399).
A certain level of stress is an acceptable byproduct of working in television broadcast. Deadlines, unusual and long hours, and uncooperative sources are routine physical professional stressors. Emotional stressors include fear (of getting scooped), joy (of getting the scoop), anger (of missing the shot), competition (with other reporters and other media) and confl icts (when chasing a controversial story).
Physical and emotional stressors at TV stations seem to be on the rise. With diminished resources, and additional work demands perpetuated by reduced staffs and online competition, the stressful environment appears to be a haven for burnout. For this study, burnout will be examined through Conservation of Resources Theory. In presenting COR theory, Hobfoll (1989) argued that individuals build up resources to contend with stressful situations. He defi ned resources as, "objects, personal characteristics, conditions, or energies that are valued by the individual" and include mastery of a skill, self-esteem, learned resourcefulness, socioeconomic status and employment" (Hobfoll, 1989, p. 516) . Environmental circumstances threaten resources, particularly an individual's work status, economic stability and self-esteem. The COR model predicts how individuals will react when confronted with stress or not confronted with stress. Hobfoll writes: "When confronted with stress, individuals are predicted by the model to strive to minimize net loss of resources" (p. 517).
In essence, COR theory assumes individuals will attempt to acquire and retain what they value in terms of resources. Physical exhaustion and work overload tax those resources, creating insecurity in a worker's abilities (Hobfoll & Freedy, 1993) . When valued resources are diminished or threatened, negative outcomes such as burnout are likely to occur (Taris, Schreurs & Schaufeli, 1999) . Negative outcomes can also occur if val-ued resources do not meet demands or fail to meet anticipated returns. To clarify, if individuals invest resources, and the outcomes fall short of expectations, there can be negative repercussions (Taris et al., 1999) . In terms of burnout, Taris et al. write: "Exhaustion (a form of strain) would be directly affected by job demands and resources; depersonalization (a way of coping) and personal accomplishment (a form of self-evaluation) would be indirectly affected by job demands and resources, via exhaustion" (p. 230). Hobfoll and Freedy (1993) contend that job demands trigger strain, resulting in exhaustion, but resources can minimize defensive coping (depersonalization) and improve self-effi cacy. Taris et al. write: "If these ideas are sound, relations between job demands and exhaustion should be strong, whereas job resources in turn should be strongly related to depersonalization and personal accomplishment" (p. 230). Lee and Ashforth (1996) tested that presumption and reported that the MBI's exhaustion scale strongly correlated with job demand and had a lesser association with job resources; depersonalization correlated with resources and demands; and personal accomplishment did not correlate with resources or demands. Lee and Ashforth also reported that resources such as "support" (i.e., supervision support, family resources), "job enhancement opportunities" (i.e., innovation, autonomy, participation), and "reinforcement contingencies" (i.e., unmet expectations, contingent rewards) had weaker associations with exhaustion and depersonalization. Surprisingly for Lee and Ashforth, personal accomplishment had weak correlations to most resource variables. Lee and Ashforth (1996) write: "The patterns of associations between the demand and resource correlates and the three dimensions appear to be consistent with the conservation of resources explanation of burnout" (p. 128).
Janssen, Schaufeli and Houkes' (1999) study supported earlier works examining job demands, specifi cally work overload, and the three MBI dimensions in the context of COR theory. They also reported that work overload and resources correlated with exhaustion, but depersonalization and personal accomplishment were not associated with work overload. Resources and self-esteem in this study had smaller correlations to exhaustion than job demands. The authors write: "This suggests that employees with high self-esteem experience relatively low levels of emotional exhaustion compared to individuals with poor self-esteem" (p. 83).
Several studies have applied COR theory to burnout and work-family confl ict (Grandey & Cropanzano, 1999; Premeaux, Adkins & Mossholder, 2007; Innstrand, Langballe, Espnes, Falkum & Aasland, 2008) . Grandey and Cropanzano (1999) said resources are lost because of the stress of juggling both family and work. As continued work-family confl ict drained resources, individuals suffered residual complications such as job and family dissatisfaction, life distress, and reduced physical health. Grandey and Cropanzano write: "As predicted by the COR model, experiencing these negative states was related to a desire to minimize this loss of resources, in this case by intending to leave the job" (p. 365). They also reported that being married was a resource and negatively associated with family role stress, while having children living at home was positively correlated with family role stress. So, in essence, being married was a positive resource while having children living at home was a drain on resources.
Burnout and COR theory have not been extensively examined among media members. Since the MBI was established by Maslach and Jackson in 1981 , only a few studies have examined media members and the affects of burnout (Peckham, 1983; Cook, Banks & Turner, 1993; Craig, 1999; Richardsen and Martinussen, 2005; Reinardy, 2006; Reinardy, 2008; Reinardy, 2009) . None of those studies applied the COR theory, although Reinardy (2008 Reinardy ( , 2009 ) examined life issues, such as job satisfaction, work-family confl ict, role overload and perceived organizational support. In the 2008 study, Reinardy reported that job satisfaction and perceived organizational support diminished burnout, but work-family confl ict and role overload increased it. In the context of COR theory, job satisfaction and POS would be positively associated with resources, and work-family confl ict and role overload would be considered demands on resources. In his 2009 study, Reinardy said women had lower levels of perceived organizational support and higher levels of job demands and role overload than men, creating higher rates of burnout. All three could be viewed as depletion of resources in the COR theory.
Long hours, deadline pressures, competition and a demanding sports audience make TV sportscasters prime candidates for high degrees of stress and burnout. Although no burnout studies have been conducted with sportscasters, Reinardy's work (2006 Reinardy's work ( , 2008 examined newspaper sports journalists and reported that sports editors suffered moderate rates of burnout on the exhaustion and cynicism MBI-GS subcategories but had high rates of professional effi cacy, which is a counterbalance in a burnout scenario. He also reported that sports editors with high levels of job satisfaction and perceived organizational support had lower levels of burnout, and work-family confl ict and role overload had positive and signifi cant correlations to the burnout variables. Reinardy (2008) writes: "Despite the excessive hours, the public criticism and the infringement on their personal lives, sports editors love their work. In fact, they enjoy it so much that they sacrifi ce a great deal of their personal lives in order to do it" (p. 50).
The same could be said for sportscasters. This study will attempt to advance previous work by placing a sharper focus on burnout in relation to COR theory. For this study, resources such as job satisfaction, organizational support and management's commitment to local sports coverage will be examined in the context of the three dimensions of burnout. Also, demands on resources, such as work-family confl ict, job demands, and work overload of sportscasters will be examined in terms of burnout's exhaustion, cynicism and professional effi cacy.
Measurements

Maslach Burnout Inventory-General Survey
Building from Maslach and Jackson's (1982) MBI, Maslach, Jackson and Leiter introduced the MBI-GS in 1996 to measure burnout among those not specifi cally working in the health care industry. The 16-statement scale is to be answered on a 7-point Likert-like scale (0 = never; 6 = every day). Five statements address exhaustion (i.e., "I feel emotionally drained from my work;" "Working all day is really a strain for me"), fi ve address cynicism (i.e., "I feel I am making an effective contribution to what this organization does;" "I have become less enthusiastic about my work") and six address professional effi cacy (i.e., "In my opinion, I am good at my job;" "I doubt the signifi cance of my work.").
Overall Job Satisfaction
In measuring overall job satisfaction, this study will include a portion of the Michigan Organizational Assessment Questionnaire developed by Cammann, Fichman, Jenkins and Klesh (1983) . Cammann et al. (1983) said overall job satisfaction was established "to provide an indication of the organization members' overall affective responses to their jobs" (p. 80). The three-question instrument included a 7-point Likert-like scale (1 = strongly disagree; 7 = strongly agree) and includes questions: "All in all, I am satisfi ed with my job;" "In general, I don't like my job" (reverse coding); and "In general, I like working here" (p. 84).
Perceived Organizational Support
Eisenberger, Huntington, Hutchison and Sowa's (1986) measurement for perceived organizational support (POS) focuses on an individual's dedica-tion to an organization and the issues that might infl uence that dedication. Eisenberger et al.'s POS research examined how an organization treats an employee, how employees perceive that treatment and the underlying motives concerning that treatment. The measurement includes nine questions rated on a 7-point Likert-like scale (1 = strongly disagree to 7 = strongly agree). The questions include, "The station strongly considers my goals and values," "Even if I did the best job possible, the station would fail to notice," and "The station takes pride in my accomplishments at work."
Work-Family Confl ict
Netemeyer, Boles and McMurrian (1996) defi ned work-family confl ict as, "A form of interrole confl ict in which the general demands of, time devoted to, and strain created by the job interfere with performing familyrelated responsibilities" (p. 401). The fi ve-statement measurement requires answers on a 7-point Likert-like scale (1 = strongly disagree to 7 = strongly agree). The measurement includes statements such as, "The demands of my work interfere with my home family life," "Things I want to do at home do not get done because of demands my job puts on me," and "Due to work-related duties, I have to make changes to my plans for family activities."
Role Overload
Bucharach, Bamberger and Conley (1990) defi ned role overload as "the professional's perception that he or she is unable to complete assigned tasks effectively due to time limitations (i.e., "the confl ict between time and organizational demands concerning the quantity of work to be done") (p. 202). Bucharach et al.'s three-item scale of role overload asks, "I don't have time to fi nish my job," "I'm rushed in doing my job," and "I have a lot of free time on my job" (reversed coded) (p. 208). Participants replay using a 4-point Likert-like scale (1 = defi nitely false; 4 = defi nitely true).
Job Demands
Karasek's (1979) job demand-control (JDC) measures the effects of job stress on workers' physical health. The seven-question measurement examines job stressors based on two critical aspects: job demand (workload in terms of time pressure and role confl ict) and job control (employees ability to control his or her work activities). Respondents answer questions such as, "To what extent does your job require your working fast?," "To what extent is there not enough time for you to do your job?," and "To what extent are you faced with confl icting demands on your job?," which are answered on a 5-point Likert-like scale (1 = never; 5 = extremely often).
Management's commitment to local coverage
Coulson, Riffe, Lacy and St. Cyr (2001) developed this scale to measure a TV station's commitment to local coverage. The scale includes eight statements to be answered on a 7-point Likert-like scale (1 = strongly disagree; 7 = strongly agree). For this study, the statements were slightly modifi ed to address sportscasters. Three statements asked about current sports coverage (i.e., "Reporters at my station are given adequate time to focus on local sports coverage"); two addressed the importance of the sports beat (i.e., "Reporters at my station are given adequate time to focus on local sports coverage"); and three others addressed changes in sports airtime and quality of sports coverage during the past fi ve years (1 = greatly decreased; 7 = greatly increased) (i.e., "During the past fi ve years, airtime devoted to local sports coverage at my station has:"). The fi rst fi ve statements address management's sports coverage commitment and the fi nal three statements address sports coverage change. This study will examine the following research questions and hypotheses: RQ1: How do sportscasters rate on the three components of the Maslach Burnout Inventory-General Survey?
H1: Job demands, role overload and work-family confl ict will be signifi cant, positive predictors of MBI-GS exhaustion among TV sportscasters.
H2: Organizational support, management's local sports coverage commitment and sports coverage change will be negative, signifi cant predictors of the MBI-GS cynicism among TV sportscasters.
H3: Job satisfaction and organizational support will be positive, signifi cant predictors of MBI-GS professional effi cacy among TV sportscasters.
RQ2: Among sportscasters experiencing high levels of burnout as measured by the MBI-GS, which variables are causing burnout?
Methodology
A 69-question survey was constructed using previously established measurements including burnout, job satisfaction, work-family confl ict, role overload, job demands, perceived organizational support and management's commitment to local coverage. The survey included six sections: Introduction, Job Relationship, Work & Family Life, Job Demands, Coverage and Your Background The e-mail addresses of sports directors, anchors and reporters were extracted from the Bacon's TV/Cable Directory 2009 from every state in America. The database of names and e-mail addresses included 646 television stations and 1,310 sportscasters.
E-mails were sent directly to each sportscaster inviting him or her to participate in the study. The introductory e-mail explained the purpose of the study, that the study was confi dential, participation was voluntary and a respondent could refuse to answer any question. The invitation also included a SurveyMonkey Web link. The 1,310 e-mails were distributed for a two-week period in November 2009. 330 e-mails were dead accounts, reducing the sample size to 980.
Results
Of the 981 possible participants, 288 responded to the survey for a response rate of 29.4%. Mean substitution was implemented to replace missing values in the data set, but no more than 5% of any variable was replaced. Those requiring more than 5% replacement were discarded, reducing the usable responses to 272. The response rate is aligned with previous online surveys (Reinardy, 2008; Asch, as cited in Schonlau, Fricker & Elliott, 2002; Jones & Pitt, 1999) .
The respondents' average age is 37.5 years with about 14 years of professional experience. More than 93% are Caucasian men, 59% are married, and 45.5% have children living at home. The average DMA or MSA of the sportscasters television stations was 70, with markets ranging from 1 to 199. The sportscasters are primarily anchors (69.7%), work 51 hours a week and have about 3.3 minutes for the sports segment in each newscast.
RQ1 asks how sportscasters rate on the three components of the Maslach Burnout Inventory-General Survey. Descriptive statistics were used to determine the burnout rate of those in this study (see Table 1 ). According to the MBI-GS (Maslach, Jackson and Leiter, 1996) , a mean score of 3.2 or higher would indicate high levels of exhaustion, a mean score of 2.2 or higher would indicate high levels of cynicism and a mean score of 4.0 or less would indicate a low level of professional effi cacy. In this study, sportscasters demonstrated a moderate rate of exhaustion (2.32) and cynicism (2.01), but have a high level of professional effi cacy (5.30). For burnout to occur, respondents would indicate a high level of exhaustion and cynicism, and low levels of effi cacy.
Multiple regression analysis was used to examine H1, which states that job demands, role overload and work-family confl ict will be signifi cant, positive predictors of MBI-GS exhaustion among TV sportscasters. Accounting for about 33% of the variance (adjusted r-square = .332), F(3, 268) = 41.368, p < .001, job demands [B = .255, t(269) = 3.26, p = .001] role overload [B = .173, t(269) = 2.21, p < .05] and work-family confl ict [B = .304, t(269) = 5.42, p < .001] were small, positive and signifi cant predictors of exhaustion. Therefore, H1 was supported.
H2 states that organizational support, management's local sports coverage commitment and sports coverage change will be negative, signifi cant predictors of MBI-GS cynicism among TV sportscasters. The multiple regression analysis model accounts for about 37% of the variance (adjusted rsquare = .367), F(3, 268) = 45.335, p < .001. Organizational support [B =-.592, t(269) =-10.25, p < .001] is negative, signifi cant predictor of cynicism, as is sports coverage change [B =-.124, t(269) =-1.98, p < .05). Management's sports coverage commitment was not a signifi cant predictor of cynicism, thus H2 was partially supported.
Multiple regression analysis was used to examine H3, which states that job satisfaction and organizational support will be a positive, signifi cant predictor of MBI-GS professional effi cacy among TV sportscasters. In this model, job satisfaction [B = .353, t(270) = 4.88, p < .001] is a positive and sig- Note: Ex = Exhaustion; Cyn = Cynicism; PE = Professional Effi cacy Ex: 3.2 and above = high; 2.01-3.19= average; 2.00 and less = low. Cyn: 2.20 and above = high; 1.01-2.19 = average; 1 and less = low. PE: 5 and above = high rates of PE, low levels of burnout; 4.01-4.99 = average; 4 and less = low.
nifi cant predictor of professional effi cacy, accounting for about 20% of the variance (adjusted r-square = .197), F(2, 269) = 31.480, p < .001. Organizational support was not a signifi cant predictor of professional effi cacy. H3 was partially supported. RQ2 asks what variables are causing burnout among sportscasters who are experiencing high levels of burnout as measured by the MBI-GS. For the most part, 65 sportscasters (24%) demonstrated classic signs of burnout as measured by the MBI-GS. Exhaustion (4.26) and cynicism (3.08) were high, but professional effi cacy (5.16) remained high as well (see Table  2 ). Professional effi cacy is viewed as a counterbalance to exhaustion and cynicism, and is the last to diminish in a burnout scenario. When examining exhaustion, four variables had signifi cant correlations. Role overload (.30) was the only variable with a positive and signifi cant relationship to exhaustion. More interesting, job satisfaction (-.29), organizational support (-.32), and management's sports coverage commitment (-.33) had negative and signifi cant correlations to exhaustion. So, in essence, those with high rates of exhaustion are experiencing heavy workloads, low job satisfaction, little support from their TV stations, and their stations lack a commitment to covering local sports.
Three variables had signifi cant correlations to cynicism. Job satisfaction (-.51), organizational support (-.58) and change in sports coverage (.-29) had negative, signifi cant relationships to cynicism. Meanwhile, job satisfaction (.47) and organizational support (.30) had a positive and signifi cant correlation to professional effi cacy.
To summarize, sportscasters (n = 65) experiencing classic signs of burnout as measured by the MBI-GS cite workload, job satisfaction and support from the organization as the most signifi cant issues in determining burnout. Essentially, those not satisfi ed in their jobs, and don't feel they are being supported by their stations are suffering burnout. Those in the burnout group work were primarily anchors (67%) working at stations with an average DMA or MSA of 71, are 36 years old, have 13 years of professional experience, work 53 hours a week, and are allotted about three minutes of airtime for sports each newscast. About 72% said they intended to leave sportscasting (37.7% said "yes") or answered "don't know."
An additional analysis revealed that 86 sportscasters (31.6%) reported low levels of exhaustion (1.54) and cynicism (.53), and high levels of professional effi cacy (5.54), making them the antitheses of those experiencing burnout (see Table 3 ). For these sportscasters, work-family confl ict (.47), job demands (.46) and role overload (.41) had positive and signifi cant correlations to exhaustion. Although work-family confl ict (.22) had a positive and signifi cant correlation to cynicism, organizational support (-.23) and management's sports coverage commitment (-.26) had a negative and signifi cant correlation to cynicism. And, job satisfaction (.25), organizational support (.28) and sports coverage commitment (.31) had positive and significant correlations to professional effi cacy, while work-family confl ict (-.28) had a negative and signifi cant correlation.
The non-burned out sportscasters averaged 38 years of age, with about 14 years of professional experience, work 51 hours a week, and work at stations with an average DMA or MSA of 65. They received 3.44 minutes of sports airtime each newscast, and 68.5% were anchors. And, only 29.1% said they intend to leave sportscasting (6.9% said "yes") or answered "don't know" (22.2).
Conclusions
The purpose of this unique study was to examine burnout among sportscasters, and the life issues that affect that burnout. With moderate rates of exhaustion and cynicism, and high levels of professional effi cacy, generally speaking, sportscasters in this study are not suffering from a great deal of burnout. Maslach, Schaufeli and Leiter (2001) surmise that burnout is sequential from exhaustion to cynicism, which then erodes professional effi cacy. That does not appear to be the case in this study.
Nonetheless, job demands, role overload and work-family confl ict appear to generate demands on resources for creating exhaustion among sportscasters. And while organizational support was a negative predictor of cynicism, job satisfaction had a positive association to professional effi cacy.
Conservation of Resources theory tells us that individuals rely upon stored resources to cope with stressful situations (Hobfoll, 1989) . With diminishing staff sizes, reduced airtime and fi erce media competition, it certainly can be argued that sportscasters are primed to tap into their resources. In this study, sportscasters' exhaustion was a result of job demands, role overload and confl icts between work life and family. In the context of COR theory, depletion of those resources might be the cause of the exhaustion. The lack of organizational support -certainly a valuable resource during diffi cult times -associated to cynicism further supports the notion that resources are being taxed. The counterbalance appears to be the level of job satisfaction contributing to effi cacy. Sportscasters appear to have an ample supply of job satisfaction to ward off any signs of burnout. Similar to Reinardy's (2006) work with sports editors, sportscasters suffer moderate rates of exhaustion and cynicism, but any possible burnout is negated by effi cacy. For sportscasters, enjoyment in their work appears to trump most job-related stressors. Perhaps Hobfoll would argue that with an ample resource supply of effi cacy, the resource demands of exhaustion and cynicism are inconsequential.
It can be argued that the most compelling results in this study are found among sportscasters who are classic burnout cases. Dwindling job satisfaction, role overload and the perceived lack of organizational support appear to be at the core of their burnout. Within the context of COR theory, it can be reasonably argued that the depletion of job enjoyment coupled with heavy workloads and a lack of appreciation from TV station management are at the core of the sportscasters' burnout. Interestingly, those suffering burnout are two years younger with one less year professional experience working in smaller markets than those who demonstrated no signs of burnout. They were primarily anchors (67%) and received about three minutes of sports airtime in each newscast, which was about 30 seconds less than the non-burned out group. Of those who were burned out, about 38% indicated they intended to leave sportscasting, while only about 7% of the non-burned out group said they intended to leave. Maslach, et al. 2001 contend that the only cure for burnout is to leave the job. Perhaps that is what is happening here. Perhaps it's only speculation, but those working in smaller markets probably work on smaller staffs (or they are the "staff "), which result in more demanding work schedules. Also, there is little room for promotion. But, the average market size between the burned out group (71) and the non-burned out group (65) is not drastically different. In fact, the nonburnout group included sportscasters ranging from markets No. 1 to 199, compared to the burnout group, which ranged from No. 1 to 183.
Further research needs to be conducted to determine if the burnout occurred before the discontent, or did the discontent create the burnout. However, it has to be noted that both the burned out (24%) and nonburned out (31.6%) groups were just a small sample and results probably cannot be generalized.
There are several limitations to this study, including the sample. Email solicitation can be unreliable and creates uncertainty as to who is completing the survey. Also, by extracting e-mail addresses from the Bacon's book, some stations and sportscasters were excluded from the study. The study certainly did not include a comprehensive list of sportscasters in this country.
To further examine the diffi culties sportscasters are experiencing, depth interviews could be conducted to enrich the results of this study. During interviews, sportscasters could provide details about available resources or taxing demands that lend to burnout or burnout avoidance.
This unique study is a fi rst step in analyzing issues that challenge sportscasters during these transitional times. Although burnout does not appear to be of great consequence among sportscasters in this study, some of the issues that could create burnout were present. How these issues manifest themselves over time, and what resources are available to contend with these issues, is yet to be determined. Reporting and Writing, Routledge, 2009. 
